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ABSTRACT 
There has been a challenge on gender mainstreaming. Awareness has not been created in 
terms of observing the rights of women, their participation and due place in 
socioeconomic and political arena as well as their safety and protection. This situation 
can be blamed on both individuals and institutions. Gross inequality in terms of access to 
resources by both men and women is another challenge. This imbalance has resulted to 
higher incidences of poverty in women than in men. The general objective of the study is 
to assess the factors affecting implementation of gender mainstreaming programs in 
parastatals in Kenya, a case study of Kenya Revenue Authority in Nairobi. The specific 
objectives were to establish the effect of staff awareness, resource mobilization patriarchy 
systems and policy functionality on gender mainstreaming in parastatals in Kenya. This 
research study adopted descriptive research design. The target population was 197 staff 
of KRA Nairobi. The study adopted stratified random design as well. Questionnaires 
were used as a data collection method.  Data was analyzed both qualitatively and 
quantitatively. The presentation was in form of diagrams such as distribution tables, pie 
charts and bar graphs. From the findings, the study showed that in staff awareness during 
implementation of gender mainstreaming programs at KRA, it was noted that the level of 
staff awareness was low and hence hindered the process of gender implementation. In 
resource mobilization, the management had an internal monitoring capacity and 
furthermore, funds were obtained from other bodies for the purpose of gender 
mainstreaming. It was further noted that it was not keen on the progress of women who 
are the core of gender mainstreaming given the inequalities they have faced over the 
years. The study recommended that the management of Kenya Revenue Authority, 
Nairobi should ensure they enforce capacity building, education and dissemination 
strategies should be adopted in government ministries. It was also recommended that the 
KRA together with other institutions should claim ownership of the gender 
mainstreaming process to ensure sustainable resource mobilization. 
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OPERATIONAL DEFINITION OF TERMS 
The following terms were used in the study:  
Awareness: Facts, information and skills that a person has concerning a given issue. 
Challenges: Things that provide resistance, delay or obstruction to something. 
Culture: Beliefs, customs and practices that hinder the attainment of gender equality. 
Discrimination: Giving different treatment to individuals on grounds of their gender. 
Equality: Refers to equal opportunities and outcomes for women and men. 
Functionality: The ability of something to serve a specific purpose. 
Gender: Socially constructed power relations between men and women characterized by 
a set of arrangements of cultural attributes and roles that men and women play in their 
daily lives. 
Implementation: The act of execution or putting into effect something that must follow a 
specific process. 
Mainstreaming: The (re)organization, improvement, development and evaluation of 
policy processes, so that a gender equality perspective is incorporated in all policies at all  
levels and at all stages, by the actors normally involved in policy-making. 
Patriarchy: Male dominance over women.  
Policy: Set of principles, rules and guides formulated or adapted to influence and 
determine decisions and actions. 
Resource: Money, materials, technology and staff used in order for activities to function 
effectively. 
Sensitivity:  The ability to recognize gender issues and respond to them if need be.  
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CHAPTER ONE 
INTRODUCTION  
1.0   Introduction   
In this chapter, the study comprises of background of the study, objective of the study, 
significance, the scope of the study and chapter summary. 
 
1.1 Background of the Study 
Gender mainstreaming is defined as the (re)organization, improvement, development and 
evaluation of policy processes, so that a gender equality perspective is incorporated in all  
policies at all levels by actors normally involved in policy-making. Additionally, 
mainstreaming is not only on women as a target group but also on men (Brynard, 2007). 
Espey (2010) defines gender as socially constructed roles, responsibilities and 
expectations that pertain to both males and females. 
 
Mainstreaming is the process of assessing the implications for women and men of any 
planned action, including legislation, policies or programmes, in any area and at all 
levels. It is a strategy for making the concerns and experiences of women as well as of 
men an integral part of the design, implementation, monitoring and evaluation of policies 
and rogrammes in all political, economic and societal spheres, so that women and men 
benefit equally, and inequality is not perpetuated. The ultimate goal of mainstreaming is 
to achieve gender equality (Kwesiga and Ssendiwala, 2006). 
 
Globally, various bodies including the United Nations formed in 1945 are trying to 
eliminate all obstacles that hinder the active participation of women in all spheres of 
public and private life through an equal share in economic, social, cultural and political  
decision making. Worldwide progress in the implementation of the Beijing PFA is 
reviewed by the Commission on the Status of Women (CSW) every five years. Formed in 
1946, the commission aims to prepare recommendations and reports on issues pertaining 
women‟s rights (Kapur and Duvvury, 2006). 
 
Furthermore, Mama (2007) found highlighting the rights to which all humans are entitled 
to is the Universal Declaration of Human Rights (UDHR) adopted in 1948 by the United 
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Nations General Assembly. It is described as an international bill of rights for women 
(Daly, 2005). Most countries have not fully committed to gender mainstreaming. They 
still face challenges in assessing the successes or weaknesses of gender mainstreaming 
which in turn has limited their ability to draw lessons for the future in various fields such 
as the fields of education and employment (Behera, 2008).  
 
A UN survey from 1997 showed that 70% of the 189 countries which participated in the 
Beijing Conference had drafted a National Action Plan for the implementation of PFA. 
However, in regards to the actual implementation of policies the picture was more 
unclear and a wide range of problems and barriers became apparent, as there seemed to 
be a gap between commitments made and actual policy practices. This has continued to 
be the trend many years after (Todes and Sithole, 2007). 
 
In Africa, gender mainstreaming is being taken into account in the areas of; education, 
remuneration, representation, employment, opinion and family. The whole society, 
including governments and other organizations are taking up the responsibility of 
reducing gender-based discrimination (Boughelaf, 2012). In recent years, gender 
mainstreaming in Africa is going through a process of mobilization through involvement 
of various state and no state actors. Through empowerment people are beginning to 
realize that for gender equality to be effective, collective action is needed by everyone 
(Brynard and Coning, 2010). States are trying hard to eliminate cultural factors that 
hinder gender mainstreaming as well as mobilizing human and financial resources to 
ensure that gender mainstreaming is effective.  
 
Kenya is recognized as a developing country and by so being, gender inequality has 
proved to be a major obstacle to meeting the MDG (Millennium Development Goals). 
Failure to close the gaps between men and women in terms of capacities, opportunities, 
access to resources and vulnerability to violence and conflict has negatively impacted the  
process of gender mainstreaming (Walby, 2015). Through bodies such as the African 
Union (AU) and the East African Community (EAC), Kenya is trying to establish 
partnerships that can help eliminate some of these obstacles.  
 
3 
 
Despite the traditional low status of women in the Kenyan society due to socio-cultural 
factors, the government is trying to address issues around gender inequality. In the past 
two decades legislation has been passed which outlaws discrimination on the basis of sex. 
In law, women and men have equal access to political participation, health, education, 
employment and property ownership but still many inequalities remain. Through the 
National Gender and Development Policy, the government of Kenya recognizes that 
development policies do not affect men and women uniformly (Andrea, 2012).  
 
Portier and Schwartz (2007)  found that the commitment of the Government of Kenya to 
mainstream gender in national development for equitable growth and poverty reduction is 
evident in the establishment of different national machineries with different but 
complementary roles. It should however be noted that gender inequality restricts the 
country’s economic growth by limiting women’s access to economic resources, 
participation in leadership, decision making, respect for human rights and capacity to 
tackle gender inequalities. Elimination of inequalities gives societies a better chance to 
develop (Prugl and Lustgarten, 2012). Most scholars would agree that more energy is 
being directed towards promoting gender mainstreaming through development research. 
Furthermore, one important aspect regarding gender mainstreaming is that it emphasizes 
the role and involvement of both sexes in driving the process, something that is of crucial 
importance for advancing gender equality. It cannot be women’s responsibility alone. 
 
To date, Rosetti (2008) found that some people still don’t believe that the benefits of 
development should trickle down to women and that they should be involved in 
development projects. Despite the fact that many women based projects have emerged 
over the years, women still feel marginalized. This is the reason as to why awareness on 
gender equality should be emphasized among community members. Gender awareness 
and competence should be integrated into development while recognizing that 
development activities may affect men and women differently due to sexual differences 
and historic circumstances (Jolly, 2012). 
 
Jolly (2012) stated that the accent in gender mainstreaming is on gender, not only in 
women as a target group but also on men. The problem with most societies is that they 
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categorize women as separate and homogeneous entities while they are diverse groups 
with regard to class, ethnicity, history and culture. Another contributing factor to gender 
inequalities is poverty. If poverty is eradicated in developing countries, global equality 
was achieved. For gender mainstreaming to be effective the efforts of both developed and 
developing countries is needed. Women’s position will improve if and when the 
international structures become more equitable where by gender equality was promoted 
and the benefits of development was redistributed between men and women globally. 
 
1.1.1   Profile of Kenya Revenue Authority 
Kenya Revenue Authority is a state corporation which was established by an Act of 
Parliament of July 1st 1995 for the purpose of enhancing the mobilization of government 
revenue while providing effective tax administration and sustainability in revenue 
collection (KRA Act 1995). The organization’s vision is “to be the leading Revenue 
Authority in the world respected for its Professionalism, Integrity and Fairness” and the 
mission is “To promote compliance with Kenya’s tax. Trade and border legislation and 
regulation by promoting standards set out in the Taxpayers charter and responsible 
enforcement by highly motivated and professional staff thereby maximizing revenue 
collection at least possible costs for the socio economic well being of all Kenyans” (KRA 
Fourth Corporate Plan 2009).  
 
Kenya Revenue Authority is governed by Board of Directors (BOD). The Commissioner 
General (CG) is the Chief Executive Officer. KRA is constituted by five revenue 
collection department Headed by Commissioners who report to the CG and seven support 
departments. KRA has emerged as one of the visibly successful public sector bodies in 
terms of meeting its core objective of revenue collection.  Since its inception in 1995, the 
Authority has an average maintained a commendable record of performance, often 
exceeding revenue targets due to the introduction of Management Information System in 
the organization.  Therefore, the importance of MIS in records keeping in revenue 
generation activities cannot be over emphasized. 
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Figure 1.1 Organization Structure; Kenya Revenue Authority 
 
 
 
Source: Kenya Revenue Authority (2016) 
 
 
 
1.2 Statement of the Problem 
The government policy in post colonial times had not seriously challenged the basic 
structure of gender relations through creating awareness. This implies that gender 
inequality still persists (According to Boughelaf, 2012).  Awareness has not been created 
in terms of observing the rights of women, their participation and due place in 
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socioeconomic and political arena as well as their safety and protection. This situation 
can be blamed on both individuals and institutions. Gross inequality in terms of access to 
resources by both men and women is another challenge. This imbalance has resulted to 
higher incidences of poverty in women than in men. Most women depend on small scale 
agricultural production as compared to their male counterparts despite the fact that they 
comprise of over 50 percent of the country’s population and over half of the labour force. 
(Kenya Population Census, 2009). 
 
According to the Demographic and Health Survey (2013), the incidence of poverty is still 
higher in women because of inequalities in access to resources. The Kenya Welfare 
Monitoring and Survey III (1997) found out that female- headed households suffered 
more intensely from failure to access resources than men and were forced to live below 
US$ 1 a day.  Regarding patriarchy systems, cultural beliefs and practices that are closely 
linked to traditional and religious practices continue to play a major role in many Kenyan 
communities. According to the Ministry of Gender, Children and Social Development 
(2009) women’s’ culturally disadvantaged position visible across a number of 
development dimensions has limited their capacity to develop their full potential. The 
United Nations (UN) through the United Nations Development Assistance Framework 
sought to determine Kenya’s scorecard in April 2012. The exercise revealed that there is 
significant slippage between commitment on paper and the implementation of gender 
mainstreaming policies. The vision is clear, but there are weaknesses in staff capacities, 
resource allocations and institutional systems.  
 
Despite efforts put in place by the government, implementation of policies continues to 
be a challenge at both national and community levels. Various factors have contributed to 
these shortcomings key among them being poor governance and lack of the effective 
monitoring and evaluation frameworks which are integral in implementation programme.  
Although political will exists, the commitment is inadequate which makes the 
implementation of the different legislations and anti-discrimination laws difficult 
(Ibrahim, 2009). Therefore, this study sought to fill the research gap by identifying the 
specific factors that affect implementation of gender mainstreaming in parastatals in 
Kenya with reference to Kenya Revenue Authority. 
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1.3 Objectives of the Study 
The general objective of the study was to assess the factors affecting implementation of 
gender mainstreaming programs in parastatals in Kenya, a case study of Kenya Revenue 
Authority in Nairobi. 
 
1.3.1 Specific Objectives 
The following specific objectives guided the study.  
i. To assess the effect of staff awareness on the implementation of gender 
mainstreaming programs at Kenya Revenue Authority headquarters, Nairobi.   
ii. To examine the influence of resource mobilization on the implementation of 
gender mainstreaming programs at Kenya Revenue Authority headquarters, 
Nairobi.   
iii. To establish the influence of patriarchy systems on the implementation of gender 
mainstreaming programs at Kenya Revenue Authority headquarters, Nairobi.   
iv. To determine the influence of policy on the implementation of gender 
mainstreaming programs at Kenya Revenue Authority headquarters, Nairobi.   
 
1.4 Research Questions 
The following research questions guided the study  
i. How does staff awareness influence the implementation of gender mainstreaming 
programs at Kenya Revenue Authority headquarters, Nairobi? 
ii. What is the effect of resource mobilization on the implementation of gender 
mainstreaming programs at Kenya Revenue Authority headquarters, Nairobi? 
iii. To what extent does patriarchy systems affect the implementation of gender 
mainstreaming programs at Kenya Revenue Authority headquarters, Nairobi? 
iv. How does policy affect the implementation of gender mainstreaming programs at 
Kenya Revenue Authority headquarters, Nairobi? 
 
1.5 Significance of the Study 
1.5.1 Policy Makers of Kenya Revenue Authority 
This study will be important to Policy Makers of Kenya Revenue Authority. It will help 
them understand various aspects in gender mainstreaming. It is also hoped that the 
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recommendations will go a long way towards the improvement of gender policies at 
KRA. In addition, the findings will also be useful to mentors, education providers and 
spiritual leaders in dealing with attitudes and perceptions that hamper the achievement of 
gender mainstreaming.  
 
1.5.2 Other Parastatals 
The study will be significant to other parastatals as well. The study will provide 
appropriate suggestions and recommendations on how organizations can devote their 
efforts in uplifting gender mainstreaming to ensure there is equitable opportunity for all. 
This will help reduce the notion that one gender is more useful than the other.  
 
1.5.3 County Government of Nairobi 
This study will highlight various plights that county governments, this will put into an 
appropriate picture for the county government to notice and provide necessary support, 
administer regulations that uplifts gender mainstreaming and therefore to enable 
provision of equitable economic opportunities for the gender balance. 
 
1.5.4 Other Researchers 
This study would be of value to researchers and scholars as it forms a basis for further 
research. It may also be a source of reference material for researchers conducting 
research in other related topics. 
 
1.6 Scope of the Study 
The study focused on factors affecting gender mainstreaming in parastatals in Kenya, a 
case of Kenya Revenue Authority. The Kenya Revenue Authority Headquarters is 
situated at the Times Tower along Haile Sallasie Avenue in Nairobi, County. The target 
population was the staff working at the headquarters and they were 1,226 respondents. 
This study was covered in a period of four months from June 2016 to September 2016. 
  
1.7 Chapter Summary  
This study was organized into five chapters. Chapter one covered the background of the 
study, statement of the problem, objectives of the study, research questions, purpose of 
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the study, significance of the study, scope and chapter summary. The chapter addresses 
the factors affecting gender mainstreaming in parastatals in Kenya, a case of Kenya 
Revenue Authority. The focus was on influence of staff awareness, resource 
mobilization, patriarchy systems and policy. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction 
This chapter constituted the introduction, theoretical literature, empirical review and the 
conceptual framework detailing the relationship between the independent dependent 
variables. 
 
2.1 Theoretical Literature Review  
2.1.1 Butler’s Gender Relations Theory 
This study is guided by Butler’s gender relations theory (1995). According to this theory, 
society views all activities that are carried out to be based on social roles and interactions 
of men and women. The society seems to have ultimate authority on the precise nature of 
what women and men actually do, and their real contribution to production and 
reproduction which turns out to be prejudiced against women. The experiences of women 
in the society are not the same as those of their male counterparts (Prugl and Lustgarten, 
2012). 
 
Women still suffer and in a family setting they suffer more because they cannot give up 
their children. Moreover, the ultimate wellbeing of women is influenced by culture to a 
large extent. The society decides which cultural believes and practices govern women 
and take control of their roles and responsibilities. Men on the contrary a left with the 
role of defining these societal norms with full control being left to them. Their interaction  
on different levels is fully determined by societal norms. Economically the means of 
production and access are also controlled by the society. The society on a bigger angle  
controls the process of development through resources ((Prugl and Lustgarten, 2012). 
 
This study was based on this theory because it emphasizes on the influence of social 
norms, cultural norms, economic norms and standards which must be considered for 
gender mainstreaming to be effective. These norms are the factors that influence the 
implementation of gender mainstreaming in the government. Almost all the variables 
were captured by this theory. Gender mainstreaming is affected by cultural factors such 
as the patriarchal ideologies which are very dominant. Lack of awareness on gender 
11 
 
issues is also an influencing factor as well as the limited nature of resources and 
dysfunctional policies (Prugl & Lustgarten, 2012). 
 
2.1.2 Frame Theory  
 Frame theory is drawn on by both Verloo (2004) and Ferree (2004) to capture variations 
in the relationship between gender equality projects and the mainstream. Frame theory 
has become a key influence in the theorization of social movements in general and gender 
mainstreaming in particular. Frame theory provides a fluid vocabulary to engage with the 
contestations over and shifts in meaning that are key to the understanding of social 
movements and related civil society activities. Two terms in particular have been much 
used, those of ‘frame extension’ and ‘frame bridging’, which capture some of the ways in 
which social movements either modify and extend the dominant frame so as to include 
their own projects or find a way to link or bridge their project to the dominant frame. 
Ferree (2004) and Verloo (2004) are critical of some features of frame theory, in 
particular, that it does not carefully enough distinguish among the available discursive 
structures and resources, the actors’ strategic choices in this context, and the outcomes 
attained.  As they develop it in their work, they include national structures of opportunity 
as well as the voices and activities of a range of actors as they re-work frames in complex 
ways. Further, Ferree (2004) links frame theory with comparative institutional histories 
so as to provide greater depth to the account of the resources on which feminist social 
movements draw. This therefore is linked to the subject of research focusing on 
implementation of gender mainstreaming programs in organizations. 
 
2.2 Empirical Literature Review 
2.2.1 Staff Awareness on Implementation of Gender Mainstreaming Programs 
Gender is defined as socially constructed power relations between men and women 
characterized by a set of arrangements of cultural attributes and roles which men and 
women play in their daily lives. These sets of arrangements are reflected by structural 
relationships of inequalities between men and women manifested through roles and 
responsibilities and through different values attached to the work performed by men and  
women (Esplen, 2006). 
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People became aware of the term gender in the late 1970s as a concept for equity. It more  
easily accommodates race, class, power relations and ethnicity than the term women. The 
term is derived from both social and cultural perspectives. It is a socio-cultural variable 
that refers to the comparative, relational or differential roles, responsibilities and 
activities assigned to males and females. It is rational in that it identifies the relationship 
between men and women. Gender also refers to the qualitative and interdependent 
character of men and women’s position in society (Bruno, 2009). 
 
It is only until the 1980s that the perspective of gender awareness emerged and presented  
a set of common concerns that related to women’s exclusion in the productive sector. The 
concern was that women were ignored and excluded from development programmes and 
this led to the failure of the development process (Khan, 2003). It was clear that women 
were not being integrated into the existing „male made world‟ and corresponding 
development initiatives. Various scholars started assessing the oppressive situation of 
women as the result of traditional societies which are characterized by authoritarianism 
and male dominance. 
 
Hafner & Pollack (2012) stated that it is important for people to realize that women are 
equal to men, and that they should be treated in the same way as men with regard to 
rights, benefits, obligations and opportunities. This way, gender studies argue that women 
would be able to compete on equal terms as men. Awareness among women especially 
those living in rural areas has not been realized. 
 
They still practice their traditions and are further not aware of their rights as women. 
They have never been able to compete on equal terms with men as most of them have 
always been engaged in household chores which include, among others, cooking, 
cleaning, fetching water, fetching fire wood and taking care of the old and sick. They 
have also never had time to participate in all the activities that men are engaged in. This  
could have been caused by the lack of awareness on equality. Such a situation has a 
negative impact on gender mainstreaming. It is against this context that both women and  
men should know that they have an equal place in the society (Macdonald, 2013). 
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In addition, people are not aware of the fact that both men and women get involved in  
development on the basis of their adaptation to the environment and social 
responsibilities. Instead, they hold on to the myth that women should only get involved in  
development on the basis of them being caregivers. Though this should not be entirely 
the case, gender studies hold that due to their reproductive duties and needs, women’s 
participation in development should be supported by assurance of their security and 
welfare provisions (Moser & Moser, 2015). 
 
Mehra & Gupta (2006) women and men should be aware that they possess multiple 
gender identities which cannot be ignored. However, the use of sexual differentiation for 
classification is discouraged, while gender-atypical involvement in development is 
promoted. Men and women need to know that the roles allocated to them should be based 
on gender and not sex. They should also be aware of the structural inequalities, awareness 
is a pro-active process designed to tackle inequalities which discriminate against either 
men or women. It recognizes that differences exist in men and women’s lives and 
therefore their needs, experiences and priorities are different.  
 
Meer & Porter (2010) stated that willingness in people to establish a balanced distribution 
of responsibilities between men and women. Furthermore, gender awareness is not a 
woman only issue and is not just about improving access or balancing the statistics. 
Rather, it covers policy design, decision-making, access to resources, procedures, 
practices, methodology, implementation, monitoring and evaluation. To date, some 
people still don’t believe that the benefits of development should trickle down to women 
and that they should be involved in development projects. Despite the fact that many 
women based projects have emerged over the years, women still feel marginalized. 
 
The accent in gender mainstreaming is on gender, not only on women as a target group 
but also on men. The problem with most societies is that they categorize women as 
separate and homogeneous entities while they are diverse groups with regard to class, 
ethnicity, history, and culture. Another contributing factor to gender inequalities is 
poverty. Women’s position will improve if and when the international structures become 
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more equitable where by gender equality was promoted and the benefits of development 
was redistributed between men and women globally (Oso & Onen, 2009). 
 
2.2.2 Resource Mobilization on Implementation of Gender Mainstreaming Programs 
A number of studies have determined that the capacity of human resources in 
development needs attention. There is a shortage of human resource capital which is 
needed for successful integration of gender mainstreaming. In order to ensure that there is 
equality between men and women through the gender mainstreaming initiatives, 
resources should be allocated at all levels for democratic and demand-responsive 
approaches in development projects and programmes (Pialek, 2007). 
The purpose of channeling resources towards gender mainstreaming is to raise awareness 
and build the capacity of people in order for them to overcome the obstacles of 
development. Capacity building can be done by enhancing understanding of the 
background, constraints and benefits of development in different areas through 
theparticipation of both men and women (Greed, 2012).  
 
 Allocating enough resources towards gender mainstreaming is partially demonstrated by 
bringing on board the under-represented groups which in most cases is women. This will 
enable them to take part in decision-making and ensure that they are truly part of the 
change process, with the acquisition of basic knowledge and skills, people may demand 
to be consulted, heard and be involved in development projects and programmes. It is 
through consultation that people’s views and perceptions cancontribute to development 
that affects them (Flick, 2012). 
 
Human and material resources form an integral part of implementing gender 
mainstreaming. Scarcity and lack of proper allocation has a negative impact because at  
the end, results will not represent the real situation on the ground. It is assumed that if 
women are provided with access to resources such as skills training, credits, small-scale 
income generating activities and home economics, they will improve their situation and 
become full economic partners with men. This was characterized by income-generating 
projects for women with the aim of addressing the systemic causes of gender inequality 
(Hooks, 2010). 
15 
 
 
Access to resources includes decision-making, services available and benefits. Power 
relations are created by the value of work and the difference in accessing resources. 
Institutions like families, churches and schools perpetuate the gender roles, which are the  
reasons why through the social structure, different power relations and status between 
men and women are experienced. This has resulted in gender inequality within many 
societies. The different value of work based on sex creates different degrees of access and 
control over resources and different benefits by men and women. In most rural areas, 
women are not yet recognized as a factor in the socio-economic, political and 
environmental development of the country. They have been exploited by their culture, of 
which men are the main custodians (Gurung & Lama K, 2013). 
 
2.2.3 Patriarchy Systems on Implementation of Gender Mainstreaming Programs 
Patriarchy forms a system in which there are sets of beliefs, opinions and behavior about 
masculinity and feminism. This belief system is mainly due to the influence of culture. 
Patriarchal beliefs do not only vary from one culture to the other but they also vary within 
cultures over time (Brynard, 2007). According to Beall (2010) for a long time, patriarchy 
has been influenced by culture through division of labour. This refers to work done by 
men and women that is divided according to sex. The work performed by men is valued 
differently as compared to that performed by women. Men’s work is recognized and 
valued as work by payment, status or political power, while work performed by women is 
seen as natural and in most cases is not remunerated or given status.  
 
Women are more burdened with household responsibilities than men and often have no 
time to participate in planned development programmes and projects. The gender roles 
get their reinforcement from the gender division of labour. The value of work refers to 
the value placed on tasks. This value differs between the work that women and men do. 
Each role is associated with a set of behaviour and values and the value attached to each 
role creates different access to resources and benefits (Boughelaf, 2012).  
 
Beck and Nesmith (2011) found that the problem with women is not only the lack of 
participation in the development process as equal partners with men but their 
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participation generates and intensifies inequalities, making use of existing gender 
hierarchies to place women in subordinate positions at each different level of interaction 
between class and gender. Patriarchy should be challenged and all efforts should be 
directed towards liberating women. 
 
Perrons (2015) stated the practices of gender oppression and discrimination have been the 
major influencers of lagging behind of women. The manner in which men and women 
relate also has an influence. Though different, they all have the rights to access and 
control means of production and their welfare in general. Women on the other hand can 
gain further support within their families and kinship. Gender mainstreaming means that 
differences between women and men may never be used as a ground for discrimination 
and it creates a partnership between men and women to ensure that both participate 
equally. In many societies, there are cultural institutions, beliefs and practices that 
undermine women or men's autonomy and contribute to gender discrimination. For 
instance certain marriage practices which have disadvantaged families especially where 
customs such as dowry and bride wealth are involved have been corrupted by western 
consumer culture.  
 
Almost every traditional African society was patriarchal and a woman's place within this 
scheme was decidedly subordinate. Institutionalization of this inequality remains woven 
in African customary law. For example, in most customary systems, women have no right 
to inherit from their husbands and are not regarded in the sharing ownership of marital 
property. In this case, there is power in African traditions and norms and this could 
further explain the cause of domestic violence (Sajid & Khan, 2006).  
 
Snyder & Tedasse (2012) stated that other cultural practices that perpetuate patriarchy 
include uneven distribution of power within traditional African marriages, the impact of 
polygamy, the acceptance of male promiscuity and the power of extended family over the 
married couple. In addition, patriarchal attitudes towards female chastity and male 
honour also serve to justify gender inequality. A wife is seen as challenging her 
husband’s authority when she inquires about anything. Patriarchal implications of gender 
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inequality can either be direct or indirect. These are forms of discrimination which can 
easily be detected at first sight. 
 
Tiessen. (2007) stated that an example of the direct one is when some internal or external 
job advertisements states that only a specific gender in this case men, can be considered 
as candidates. This is direct discrimination that is explicit and is not related to a 
candidate's potential, ability or merit. The intention of the employer is assumed to have 
been directed by some form of cultural beliefs. The indirect type of patriarchy as 
presented by culture might seem nonexistent. It takes place when a requirement or 
condition is applied equally to men and women; however the condition has the effect that 
in practice it disadvantages a much larger proportion of women than men. Whilst the 
direct inequality provisions cover clear and blatant unfair discrimination against women, 
those relating to indirect inequality are designed to tackle the less obvious and 
presumably unintentional discriminatory treatment that might arise in the course of 
employment. 
. 
2.2.4 Policy on Implementation of Gender Mainstreaming Programs 
A policy implementation problem is not restricted to only developing nations or to 
national spheres of government. Wherever and whenever the basic critical factors crucial  
to policy implementation are missing, whether in develop ed or developing nations, there  
is bound to be an implementation problem (Davis, 2009). Policy gaps in developing 
countries arise from issues of poor implementation, corruption, lack of coordination, 
ineffective governance, centralization and the distance between policy making and 
practice (Squires & Wickham-Jones, 2014).  
 
Vlassoff & Moreno (2012) found that gender mainstreaming also constitutes a clear 
example of policy succession or policy adaptation, promoted by the desire to overcome 
the limitations of existing policies, and the need to respond to a changed a policy 
environment. It also ensures that initiatives do not only respond to gender differences but 
seek to reduce gender inequality. Planners who are entrusted with policy making hold 
inaccurate assumptions about women’s specific activities and this has lead to neglect of 
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women’s real needs and over-exploitation of their labour. Women are not only seen as a 
neglected resource but are also overburdened and undervalued.  
 
The problems of gender inequality are through mainstreaming at a more structural level, 
identifying gender biasness in current policies and addressing their impact in the 
reproduction of gender inequality. This is achieved through reorganizing policy processes 
so that the regular policy makers was obliged to and capable of incorporating a 
perspective of gender equality in their policies. This strategy aims at a fundamental 
transformation, eliminating gender biasness, and redirecting policies so that they can 
contribute towards the goal of gender equality (True & Mintrom, 2011). 
 
Morley (2009) stated another point of focus is that gender mainstreaming should be 
concerned with gender relations by rethinking policy formulation through a gender lens 
rather than just adding women into the development process. It is therefore the role of 
government systems to create conditions that will result in equality in outcome in order to 
balance the unequal starting positions of men and women within communities. It is not 
fair for the situation of gender mainstreaming to worsen despite the fact that there are 
policies to deal with such problems. People therefore need skills, information and 
knowledge on empowerment. In this research the 5-C protocol helps to evaluate the 
implementation of gender policies.  
 
This is what scholars declare implementation is. Scholars assume that if a policy is 
decided upon, implementation was carried out automatically because in their view to 
implement a policy is simple, straight forward and mechanical once resources are 
available. The content of a policy in a democracy determines the kind of social and 
political activity that was stimulated by the policy making process. It is important not 
only in the means it employs to achieve its end, but also in its determination of the ends 
themselves and how it chooses the specific means to reach those ends. It is not possible 
that all policies will equally stimulate the interest of all the people. Some policies may be 
less stimulating than others (Porter & Sweetman, (2015). 
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The context in which a policy is implemented contributes a crucial role in ensuring 
successful implementation and may perhaps be the difference between the success and 
failures of a policy. Policy makers should endeavor to adjust the policy according to the 
context. A policy developed without reference to social, political, economic and 
administrative environment could possibly cause a policy gap. Commitment is another 
factor and it refers to the ability to maintain the focus of an initiative from its inception 
through to its delivery. For effective implementation, commitment must occur at all 
levels of the policy process, including policy makers and policy implementers from the 
top-down or bottom up hierarchy of government departments and organizations 
according to (Roux, 2015). 
 
2.2.5 Implementation of Gender Mainstreaming 
Mainstreaming includes gender-specific activities and affirmative action, whenever 
women or men are in a particularly disadvantageous position. Gender-specific 
interventions can target women exclusively, men and women together, or only men, to 
enable them to participate in and benefit equally from development efforts. These are 
necessary temporary measures designed to combat the direct and indirect consequences 
of past discrimination (Tiessen, 2007). 
 
According to Rosetti (2008) mainstreaming is not about adding a "woman's component" 
or even a "gender equality component" into an existing activity. It goes beyond 
increasing women's participation; it means bringing the experience, knowledge, and 
interests of women and men to bear on the development agenda. It may entail identifying 
the need for changes in that agenda. It may require changes in goals, strategies, and 
actions so that both women and men can influence, participate in, and benefit from 
development processes. The goal of mainstreaming gender equality is thus the 
transformation of unequal social and institutional structures into equal and just structures 
for both men and women.  
 
Responsibility for implementing the mainstreaming strategy is system-wide, and rests at 
the highest levels within agencies, according to Carolyn Hannan, Director of the UN 
Division for the Advancement of Women. Other principles include:  Adequate 
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accountability mechanisms for monitoring progress need to be established. The initial 
identification of issues and problems across all area(s) of activity should be such that 
gender differences and disparities can be diagnosed (Pialek, 2007). 
 
Jolly (2012) stated that assumptions that issues or problems are neutral from a gender-
equality perspective should never be made.  Clear political will and allocation of 
adequate resources for mainstreaming, including additional financial and human 
resources if necessary, are important for translation of the concept into practice. Gender 
mainstreaming requires that efforts be made to broaden women's equitable participation 
at all levels of decision-making.  Mainstreaming does not replace the need for targeted, 
women-specific policies and programmes, and positive legislation; nor does it do away 
with the need for gender units or focal points. 
 
2.3 Summary and Research Gap 
In this section, various authors have made significance contribution to understanding the 
study being undertaken. However, some of their contributions to some extent were 
subjected to criticism. The literature reviewed brought to light the fact that gender 
mainstreaming usually involves a reorganization of systems, policies and resource 
because existing systems, procedures and routines are all too often gender bias. Despite 
this, gaps were noted in the literature of some authors. For instance, Perrons (2015) said 
that women’s participation in development should be supported by assurance of their 
security and welfare provisions. This is due to their reproductive duties and needs. They 
considered women’s roles as that of being caregivers and assumed that all women were 
engaged in almost the same household activities. The fact that women were different in 
regard to their activitieswas not taken into consideration. Kwesiga and Ssendiwala  
(2006) focused on gender equality on the basis of women being given special 
consideration. They however failed to capture the fact that men too were sometimes 
marginalized and their rights too should be observed because they too face violations. 
Most authors in general failed to note that integration of gender dimensions into the 
design, evaluation and implementation of projects at both the government and local levels 
was important and not just at individual level.  
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2.4 Conceptual Framework 
Figure 2.1 Conceptual Framework 
Independent Variables   Dependent Variable  
 
 
 
 
 
 
 
Source: Author (2016) 
 
2.5 Operationalization of Variables 
2.5.1 Staff Awareness  
Gender studies suggest that for sustainable development in developing countries to take  
place, both women and men should be made aware of gender issues and how they impact  
their lives. Concerns of gender discrimination have to form part of their development 
process in all stages of their projects. Women and men should be aware of their role in 
the process of development as well as have equal opportunities to participate in various 
initiatives. 
 
2.5.2 Resource Mobilization 
The professionals in development programmes need to be made aware of the necessary 
activities and appropriate resources needed in the implementing gender mainstreaming 
program. They also need to be provided with skills to assist them on how to plan, design, 
implement and monitor the the programss. Women can also educate and build the 
capacity of the end users and the beneficiaries of the development process to which 
Staff Awareness  
 
Resource Mobilization 
 
Patriarchy Systems  
 
 
Implementation of Gender Mainstreaming 
Programs 
Policy Functionality 
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management and maintenance of the services was increasingly devolved. People 
especially policy implementers need to be sensitized and encouraged to be responsive to 
specific needs of socio-economically vulnerable groups including disadvantaged women 
and children. 
 
2.5.3 Patriarchy Systems  
The roles played by men and women are not only determined by patriarchal beliefs but 
also by socio-political and economic factors such as gender roles, socialization, division 
of labour, value, power relations and institutions. Gender roles are what a society or 
culture constructs and prescribes as proper roles, in examples of behaviour and personal 
identity, wherein that which is associated with women is feminism and with men is 
masculinity, with the latter given more hierarchical value 
 
2.5.4 Policy Functionality 
The policy implementation process is equated to a complex network involving critical 
variables, which shape the path that implementation may possibly take. In consequence 
of the increasing recognition and importance of policy implementation, several sets of 
rules to ensuring policy implementation has to be developed. Gender mainstreaming also 
involves a reorganization of policy processes because existing procedures and routines 
are all too often gender-blind or gender-biased. 
 
2.6 Chapter Summary  
Many authors expressed their concern for gender mainstreaming based on the literature 
review. Being in a patriarchy society where men are assumed to be more important than 
women, different studies have shown that women are looked upon as the lesser gender by 
being undermined by their male counterparts and the society at large hence the challenges 
facing the implementation of gender mainstreaming. Other studies have also shown that 
the lack of adequate resources and disintegration of gender policies as well as ignorance 
are other contributing factors to these challenges. The literature review has also brought 
to the limelight the fact that gender mainstreaming requires the participation of all 
institutions and not just the state. Leaving everything to the state alone can have drastic 
effects. Finally, the conceptual framework linked the independent variables to the 
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implementation of gender mainstreaming while the theoretical framework gives a societal 
overview of gender mainstreaming. The chapter has reviewed various contributions from 
the authors. This chapter is a review of relevant literature which is considered necessary 
in helping to understand the research study. It addresses theoretical orientation, empirical 
review and the conceptual framework. Literature review is a systematic process of 
identifying, locating and analyzing of documents containing information relating to the 
proposed research problem being investigated. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.1 Introduction 
This  chapter  explain  the  design  and  methodology  of  the  research  study.   Research  
methods include  some  of  the  research  methodology  that the   researcher  intend to 
adopt  in    conducting  the  study.  These include, use of sampling    methods, data 
collection methods   and data analysis techniques. 
 
3.2 Research Design  
Descriptive research design was adopted and it is the process of collecting data with a 
view to answer questions concerning the current status of the subject in the study. 
According to Mugenda & Mugenda (2003) this type of research design was suitable as it 
attempted to describe the nature, behavior, influence and the factors that contribute to the 
study; it gives views and feelings from the respondents regarding factors that influence 
the study. In descriptive research  design, accurate  data  is  easily  gathered   through  
observation   interviews   and  use  of   questionnaire. Descriptive  research   design  is  
more  analytical  and  therefore  it   is  easy   for  the  study  to  quantitatively  analyze  
the  obtained  data  to  determine  the   relationship  that  exist   between  independent  
and  dependent  variable. 
 
3.2 Target Population 
The target population is the number of elements that has one or more characteristics in 
common that which can be studied or can provide information for studying; this is 
according to (Peil, 2003). This research was conducted at Kenya Revenue Authority 
offices. The total population for the KRA staff was 925 at the head quarters. However, 
only 197 staff directly associated with revenue collection department was involved. 
 
The target population for this study constituted 197 staff from revenue collection 
department.  Williamson (2011) assert that the target population is the totality of elements 
that has one or more characteristics in common while according to Mugenda & Mugenda 
(2003) a research population is also known as a well-defined collection of individuals or 
objects known to have similar characteristics therefore, all individuals or objects within a 
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certain population usually have a common, binding characteristic or trait. Usually, the 
description of the population and the common binding characteristic of its members are 
the same. The details about the target population were presented on the table 3.1. 
 
Table 3.1 Target Population 
Source: Kenya Revenue Authority (2016) 
 
3.4 Sample Design and Procedure 
Stratified random sampling design was applied, it is considered suitable because the 
target population is based on different strata constituting job departments. Williamson 
(2011), further points out that  stratified random   sampling method   ensures    inclusion, 
in  this  method, sub  groups    which  otherwise  could    be  omitted  entirely    by  other  
sampling  methods  was  best  suited  for  this  research.   This method helps in 
minimizing bias in sample selection.  The sampling procedure involves the use of 
Stratified random sampling design. There may be often factors which may divide the 
population into sub-populations, this has to be accounted for when one select a sample 
from the population in order that one obtain a sample that is a representative of the 
population, Mugenda & Mugenda (2003). A stratified sample is obtained by taking 
samples from each stratum or sub-group of a population. Kerlinger (2012) when one 
samples a population with several strata; one generally requires that the proportion of 
each stratum in the sample should be the same as in the population. Using this method, 
the sample was divided into different strata’s of the organization departments. According 
to Glass & Hopkins (2002) argues that a sample 20% and above is appropriate 
Category Target Population Percentage 
Senior Management 9 1 
Head departments/supervisory staff 13 10 
Support staff (operations) 175 89 
Total  197 100 
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representative of the target population. Therefore, the study adopted 30% of the total 
population as shown on table 3.2. 
 
Table 3.2 Sample Size 
Source: Kenya Revenue Authority (2016) 
 
3.5 Data Collection Instruments 
A questionnaire is a collection of questions to which a research subject is expected to 
respond. Mugenda & Mugenda (2003) this instrument can be administered orally as the 
researcher records the responses to each item independently. In the study, the researcher 
drafted several questions in the questionnaires by use of Likert five point scales.  These 
were given to different personnel in the organization visited who thereafter gave back the 
necessary information and details. Williamson (2011) indicated that the advantage of 
using this method includes; the method is inexpensive to some because once the 
questionnaires are given to willing respondents; the researcher has to wait for the 
respondents to give information back in their own time. Some respondents gave the 
feedback immediately; it also enables the researcher to make extensive inquiry which can 
be put on the questionnaires and respondents who are not easily approachable could 
easily be contacted.  
 
 
Category Target Population Sample Size 
30% 
Percentage 
Senior Management 2 1 1 
Head 
departments/supervisory 
staff 
20 6 10 
Support staff (operations) 175 52 89 
Total  197 59 100 
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3.6 Pilot Study  
3.6.1 Validity Test 
Trochim (2006) defines validity as the degree to which a test measures what it is 
supposed to measure. It is rare, if nearly impossible, that an instrument be 100% valid, so 
validity is generally measured in degrees. As a process, validation involves collecting and 
analyzing data to assess the accuracy of an instrument. There are numerous statistical 
tests and measures to assess the validity of quantitative instruments, which generally 
involves pilot testing.  To confirm validity, the questionnaires were confirmed by the 
research supervisor and the research assistant. 
 
3.6.2 Reliability Test 
While reliability of a research instrument concerns the extent to which the instrument 
yields the same results on repeated trials; Therefore, reliability must be determined 
because there is generally a good deal of consistency in the results of a quality instrument 
gathered at different times (Lyon, 2007). To confirm reliability five questionnaires were 
developed then pilot tested among the staff at the county office. Their responses were 
used to assess whether the rest of questionnaire was reliable. However, at the end of the 
exercise, corrections were undertaken on the main questionnaires before they were all 
distributed to the entire staff at the organization. 
 
3.7 Data Analysis and Presentation 
Data analysis as stated by Bray & Maxwell (2010) is the process of evaluating data using 
analytical and logical reasoning to examine each component of the data provided, this 
form of analysis is among the many steps that must be completed when conducting a 
research experiment, as data from various sources is gathered, reviewed, and then 
analyzed to form finding or conclusion.   
 
Quantitative and Qualitative analysis technique was applied. The data was analyzed by 
use of descriptive statistics such as frequencies and percentages. The data was then 
presented in form of tables and charts. Ms. Word and excel was used to produce charts. 
Content analysis was done for qualitative data and results were presented in narrative 
form. 
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3.8 Ethical Considerations 
Ethical consideration was observed. This entailed obtaining necessary permission from 
both the administrators of the university and the management of KRA headquarters 
Nairobi. Their permission was useful in ensuring that this research study is successfully 
undertaken so that the findings that were collected in the consequent stages do not breach 
the rules and regulations laid down when undertaking this research work.  
 
Ethics was observed in the following areas; 
3.8.1 Voluntary Participation 
The aspect of ethics regarding voluntary participation requires that respondents will not 
be coerced into participating in research. The researcher sought the attention of the 
respondents by identifying those that was willing to participate in data collection.  
 
3.8.2 Informed Consent 
Informed consent as an ethical value meant that prospective research participants were 
fully informed about the procedures and risks involved in research and must give their 
consent to participate. Ethical standards require that the researchers do not put 
participants in a situation where they could be at risk of harm as a result of their 
participation. 
 
3.8.3 Confidentiality  
The respondents were assured that identifying information would not be made available 
to anyone who was not directly involved in the study. Therefore, the researcher kept the 
promises and agreements; act with sincerity; strive for consistency of thought and action.  
 
3.8.4 Carefulness;  
The researcher avoided careless errors and negligence; carefully and critically examine 
the report work and the work of the peers. Keep good records of research activities, such 
as data collection, research design, and correspondence with agencies or journals. 
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3.8.5 Honest 
The researcher strived to ensure honesty in all scientific communications. Honestly report 
data, results, methods and procedures and publication status. Data was not fabricated, 
falsify or misrepresent data. The researcher did not deceive colleagues, research sponsors, 
or the public.  
 
3.9 Chapter Summary 
This chapter provides the research design detailing how the data was sought. The chapter 
further presented the population, sample and sampling technique, instruments validity 
and reliability test, data collection procedures, data analysis methods and ethical 
considerations.  
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CHAPTER FOUR 
DATA ANALYSIS, PRESENTATION AND INTERPRETATION OF FINDINGS 
4.1 Introduction 
This chapter presents results and discussions of the study from the data collected from the 
questionnaires through frequency tables, percentages and graphs with clear interpretation 
of each finding on the factors affecting implementation of gender mainstreaming 
prgammes at KRA.  
 
4.2 General Information  
4.2.1 Response Rate 
Table 4.1   Response Rate 
Category Frequency Percentage 
Response 41 69 
Non Response 18 31 
Total 59 100 
Source:  Author (2016)  
 
69%
31%
Response
Non Response
 
Figure 4.1 Response Rate 
The findings showed that out of 59 questionnaires distributed to the respondents, a total 
of 69% of the questionnaires were returned while 31% of questionnaires were not 
returned. The findings of the study shows that the study was well responded to. 
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4.2.2 Gender of the Respondents 
Table 4.2 Gender of the Respondents 
The study sought to establish the gender of the respondents and the response was as 
presented; 
Category Frequency Percent 
Male 26 63 
Female  25 37 
Total 41 100.0 
Source:  Author (2016)  
 
63%
37%
Male Female
  
Figure 4.2 Gender of the Respondents 
The presentation shown on table 4.2 and figure 4.2 was about establishing the gender 
responses. It was established that 63% of the respondents were male while 37% of the 
total respondents were female. The findings of the study show that most of the 
respondents were male. An indication that there was gender imbalance. An effect on 
gender mainstreaming. 
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4.2.3 Highest Education Level 
The study sought to establish the highest education level of the respondents and the 
response was as presented; 
Table 4.3 Highest Education Level 
Category Frequency Percent 
Secondary 6 14.6 
College 9 22 
University 14 34.1 
Other qualifications 9 29.3 
Total 41 100.0 
Source:  Author (2016)  
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Figure 4.3   Highest Education Level of the Respondents 
Table 4.3 and figure 4.3 shows that 14.6% of respondents had secondary education, 22% 
of the respondents had college certificates in various fields while 34.1% had university 
degree and 29.3% other qualifications. The findings of the study show that most of the 
respondents had university level of education, an indication of learned work force within 
this organization. 
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4.2.4 Work Experience 
Table 4.4 Work Experience 
The study sought to establish the work experience of the respondents and the response 
was as follows. 
Category Frequency Percent 
Below 1 year 5 12.5 
1-6 years  21 51.0 
7-11 years 13 32.3 
Above 12 years 2 4.2 
Total 41 100.0 
Source:  Author (2016)  
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Figure 4.4 Work Experience 
The study shown sought to find out the work experience of respondents, this was to assist 
in finding out the level of work experience and existence of gender mainstreaming. The 
results established that majority 51.0% of respondents had worked for a period between 
1-6 years while 32.3% had a working experience of 7-11 years, whereas 12.5% had a 
working experience of below 1 year and least respondents being 4.2% had a working 
experience of above 12 years. Majority of respondents were used to imply that they were 
familiar with operations involving gender mainstreaming. 
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4.3 Presentation of Findings 
4.3.1 Effect of Staff Awareness 
Table 4.5 Employees undergo continuous gender awareness trainings to encourage 
the development of correct attitude 
 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Strongly Agree 12 29.3 29.3 29.3 
Agree 16 39.0 39.0 68.3 
No Idea 7 17.1 17.1 85.4 
Disagree 4 9.8 9.8 95.1 
Strongly 
Disagree 2 4.9 4.9 100.0 
Total 41 100.0 100.0  
Source:  Author (2016)  
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Figure 4.5 Employees undergo continuous gender awareness trainings to encourage 
the development of correct attitude 
The finding of the study shows that 29.3% of the respondents strongly agreed that 
employees undergo continuous gender awareness trainings to encourage the development 
of correct attitude, 39% of the respondents agreed as 17.1% of the respondents had no 
idea   while 9.8% of the respondents disagreed to the statement whereas 4.9% strongly 
disagreed. Majority of respondents therefore confirmed that employees undergo 
continuous gender awareness trainings to encourage the development of correct attitude. 
The study implied that employees initially did not have adequate skills to influence the 
implementation process of gender mainstreaming. 
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Table 4.6 Employees are well equipped with the appropriate skills necessary for 
gender integration in the department 
 Frequency Percent 
Valid 
Percent Cumulative Percent 
Valid Strongly Agree 4 9.8 9.8 9.8 
Agree 6 14.6 14.6 24.4 
No Idea 6 14.6 14.6 39.0 
Disagree 14 34.1 34.1 73.2 
Strongly 
Disagree 11 26.8 26.8 100.0 
Total 41 100.0 100.0  
Source:  Author (2016)  
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Figure 4.6 Employees are well equipped with the appropriate skills necessary for 
gender integration in the department 
The finding of the study showed that 9.8% of the respondents strongly agreed to the idea 
that employees are well equipped with the appropriate skills necessary for gender 
integration in the department, 14.6% of the respondents agreed, 14.6% of the respondents 
had no idea, 34.1% of the disagreed while 26.8% strongly disagreed to the statement. The 
study findings from the majority of respondents confirmed that employees are well 
equipped with the appropriate skills necessary for gender integration in the department. 
Based on this assertion, the study implied that that despite the fact that the government 
had programmes, no sensitivity was granted to gender integration which in one way or 
another could have affected the outcome of the programme. 
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Table 4.7 Gender perspective is integrated into on-going and future programs 
 Frequency Percent 
Valid 
Percent 
Cumulative  
Percent 
Valid Strongly Agree 13 31.7 31.7 31.7 
Agree 14 34.1 34.1 65.9 
No Idea 6 14.6 14.6 80.5 
Disagree 4 9.8 9.8 90.2 
Strongly Disagree 4 9.8 9.8 100.0 
Total 41 100.0 100.0  
Source:  Author (2016) 
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Figure 4.7 Gender perspective is integrated into on-going and future programs 
The finding of the study shows that 31.7% of the respondents strongly agreed that gender 
perspective is integrated into on-going and future programs, 34.1% of the respondents 
agreed, 14.6% of the respondents had no idea as 9.8% of the respondents disagreed 
whereas 9.8% strongly disagreed. The analysis revealed that gender perspective is 
integrated into on-going and future programs.  Therefore, the study implied that Failure 
to facilitate dialogue among male staff could imply that the males were not in a position 
to understand the challenges faced by their female colleagues. 
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Table 4.8 Gender issues are included in the staff orientation processes 
 Frequency Percent Valid Percent Cumulative Percent 
 Strongly Agree 2 4.9 4.9 4.9 
Agree 6 14.6 14.6 19.5 
No Idea 6 14.6 14.6 34.1 
Disagree 16 39.0 39.0 73.2 
Strongly 
Disagree 11 26.8 26.8 100.0 
Total 41 100.0 100.0  
Source:  Author (2016) 
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Figure 4.8 Gender issues are included in the staff orientation processes 
The finding of the study shows that 4.9% of the respondents strongly agreed that gender 
issues are included in the staff orientation processes, 14.6% of the respondents agreed as 
14.6% of the respondents had no idea another 39% disagreed while another 26.8% 
strongly disagreed. The study found that majority of respondents disagreed that gender 
issues are included in the staff orientation processes. This implied that the responses 
given by the majority of the respondents was an indication that the employees applied 
their beliefs and perceptions on gender issues without limits or restrictions.  
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 Table 4.9 Government offer capacity building opportunities to strengthen the 
knowledge on gender issues 
 Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
 Strongly Agree 15 36.6 36.6 36.6 
Agree 10 24.4 24.4 61.0 
No Idea 5 12.2 12.2 73.2 
Disagree 7 17.1 17.1 90.2 
Strongly Disagree 4 9.8 9.8 100.0 
Total 41 100.0 100.0  
Source:  Author (2016)  
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Figure 4.9 Government offer capacity building opportunities to strengthen the 
knowledge on gender issues 
The finding of the study shows that 36.6% of the respondents strongly agree that 
government offer capacity building opportunities to strengthen the knowledge on gender 
issues, 24.4% agreed whereas 12.2% had no idea while another 17.1% disagreed as 9.8% 
strongly disagreed. The study confirmed from the majority of respondents who agreed 
that government offer capacity building opportunities to strengthen the knowledge on 
gender issues. This implied that those who concurred did so probably because they had 
undergone capacity building at one point or another.  
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4.3.2 Resource Mobilization 
Table 4.10 Interview panels formed for resource mobilization have equal gender 
representation 
 Frequency Percent Valid Percent 
Cumulative 
 Percent 
 Strongly Agree 19 46.3 46.3 46.3 
Agree 14 34.1 34.1 80.5 
No Idea 4 9.8 9.8 90.2 
Disagree 2 4.9 4.9 95.1 
Strongly Disagree 2 4.9 4.9 100.0 
Total 41 100.0 100.0  
Source: (Author 2016) 
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Figure 4.10 Interview panels formed for resource mobilization have equal gender 
representation 
The finding of the study shows that 46.3% of the respondents strongly agreed that 
Interview panels formed for resource mobilization have equal gender representation, 
34.1% of the respondents agreed whereas 9.8% of the respondents had no idea as a total 
of 4.9% of the respondents disagreed and lastly 4.9% strongly disagreed about the idea. 
The analysis confirmed based on the majority of respondents that interview panels 
formed for resource mobilization have equal gender representation. An indication that the 
fact that interview panels did have equal gender representation could have resulted to 
lack of gender biases when hiring human resources. 
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Table 4.11 Interviews include gender -related questions to assess candidate’s 
knowledge, ideas and attitudes regarding gender issues 
 Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
 Strongly Agree 14 34.1 34.1 34.1 
Agree 9 22.0 22.0 56.1 
No Idea 6 14.6 14.6 70.7 
Disagree 6 14.6 14.6 85.4 
Strongly Disagree 6 14.6 14.6 100.0 
Total 41 100.0 100.0  
Source:  Author (2016)  
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Figure 4.11 Interviews include gender -related questions to assess candidate’s 
knowledge, ideas and attitudes regarding gender issues 
The finding of the study shows that 34.1% of the respondents strongly agreed that 
Interviews include gender -related questions to assess candidate’s knowledge, ideas and 
attitudes regarding gender issues, 6% of the respondents disagreed and another 14.6% 
strongly disagreed. The study confirmed based on the majority of respondents that 
interviews include gender-related questions to assess candidate’s knowledge, ideas and 
attitudes regarding gender issues. This was an indication that interview panels did not 
gauge the candidates familiarity with gender issues and could therefore not gauge the 
candidates capabilities in terms of handling gender issues.  
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Table 4.12 Training exposures and other opportunities are provided to female staff 
in order to enhance their competence  
 Frequency Percent 
Valid 
Percent 
Cumulative 
 Percent 
 Strongly Agree 14 34.1 34.1 34.1 
Agree 5 12.2 12.2 46.3 
No Idea 4 9.8 9.8 56.1 
Disagree 12 29.3 29.3 85.4 
Strongly Disagree 6 14.6 14.6 100.0 
Total 41 100.0 100.0  
Source: (Author 2016) 
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Figure 4.12 Training exposures and other opportunities are provided to female staff 
in order to enhance their competence  
The finding of the study shows that 34.1% of the respondents strongly agreed that 
training exposures and other opportunities are provided to female staff in order to 
enhance their competence and improve their abilities to assume senior positions, 12.2% 
of agreed whereas 9.8% had no idea whereas 29.3% of the respondents disagreed, 14.6% 
strongly disagreed. The study confirmed from the majority of respondents that training 
exposures and other opportunities are provided to female staff. It was assumed that those 
who agreed and strongly agreed had gotten the chance to undergo training while those 
who disagreed did so because they had never gotten such an opportunity. Furthermore, it 
was assumed that female employees were neglected. 
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Table 4.13 The government has flexible terms and conditions and other benefits to 
encourage women to join and build their careers 
 Frequency Percent 
Valid 
Percent 
Cumulative 
 Percent 
 Strongly Agree 
9 22.0 22.0 22.0 
Agree 6 14.6 14.6 36.6 
No Idea 3 7.3 7.3 43.9 
Disagree 14 34.1 34.1 78.0 
Strongly Disagree 9 22.0 22.0 100.0 
Total 41 100.0 100.0  
      
Source: (Author 2016) 
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Figure 4.13  The government has flexible terms and conditions and other benefits to 
encourage women to join and build their careers 
The finding of the study shows that 22% of the respondents strongly agree that the 
government has flexible terms and conditions and other benefits to encourage women to 
join and build their careers. The study further established that 14.6% of the respondents 
agreed 7.3% of the respondents had no idea while another 34.1% of the respondents 
disagreed as 22% strongly disagreed. Based on the majority of respondents, it was 
confirmed from majority of respondents who disagreed that the government has flexible 
terms and conditions and other benefits to encourage women to join and build their 
careers. The findings implied that this could be an indication that women were not 
supported in their effort to achieve gender equality and were also neglected.  
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Table 4.14 Resource mobilization for gender mainstreaming has been fully 
achieved by the government 
 Frequency Percent 
Valid 
Percent 
Cumulative  
Percent 
 Strongly Agree 14 34.1 34.1 34.1 
Agree 13 31.7 31.7 65.9 
No Idea 10 24.4 24.4 90.2 
Disagree 2 4.9 4.9 95.1 
Strongly Disagree 2 4.9 4.9 100.0 
Total 41 100.0 100.0  
Source: (Author 2016) 
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Figure 4.14 Resource mobilization for gender mainstreaming has been fully achieved 
by the government 
The finding of the study shows that 34.1% of the respondents strongly agreed that 
resource mobilization for gender mainstreaming has been fully achieved by the 
government, 31.7% of the respondents agreed, 24.4% of the respondents had no idea to 
the statement whereas 4.9% of the respondents disagreed as another 4.9% strongly 
disagreed. According to the findings, it was strongly agreed that resource mobilization for 
gender mainstreaming has been fully achieved by the government. The study implied that 
the process of resource mobilization was considered quite efficient.  
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4.3.3 Patriarchy Systems 
Table 4.15 Special needs of female staff such as maternity leave, flexibility during 
pregnancy are fully considered 
 Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
 Strongly Agree 12 29.3 29.3 29.3 
Agree 8 19.5 19.5 48.8 
No Idea 4 9.8 9.8 58.5 
Disagree 10 24.4 24.4 82.9 
Strongly 
Disagree 7 17.1 17.1 100.0 
Total 41 100.0 100.0  
Source:  Author (2016)  
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Figure 4.15 Special needs of female staff such as maternity leave, flexibility during 
pregnancy are fully considered 
 The finding of the study shows that 29.3% strongly agree that Special needs of female 
staff such as maternity leave, flexibility during pregnancy; post-partum and lactation 
period and issues related to travel time and work hours are fully considered, 19.5% 
agreed as 9.8% had no idea as 24.4% disagreed while 17.1% strongly disagreed to the 
idea. The analysis confirmed from the majority of respondents that special needs of 
female staff such as maternity leave, flexibility during pregnancy are fully considered. 
These findings implied that The study assumed that despite the fact that the government 
was sensitive to the needs of women, a conducive environment was not provided for 
them to progress like their male counterparts. 
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Table 4.16 Due importance is given to the voice of women in all planning and 
decision making processes 
 Frequency Percent 
Valid 
Percent Cumulative Percent 
 Strongly Agree 13 31.7 31.7 31.7 
Agree 11 26.8 26.8 58.5 
No Idea 8 19.5 19.5 78.0 
Disagree 7 17.1 17.1 95.1 
Strongly 
Disagree 2 4.9 4.9 100.0 
Total 41 100.0 100.0  
Source: (Author 2016) 
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Figure 4.16 Due importance is given to the voice of women in all planning and 
decision making processes 
The presentations constituted the findings from the study addressing whether due 
importance is given to the voice of women in all planning and decision making processes. 
The finding of the study shows that 31.7% of the respondents strongly agreed to the idea, 
26.8% of the respondents agreed while 19.5% of the respondents had no idea as 17.1 % 
of the respondents disagreed and 4.9% strongly disagreed. This was a confirmation that 
due importance is given to the voice of women in all planning and decision making 
processes. An indication that women’s voices were being considered in all planning and 
decision-making processes. From the analysis it was concluded that women were 
disregarded and their decisions were not considered to have any impact. 
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Table 4.17 Awareness is created among male staff about the objectives of gender 
equality 
 Frequency Percent 
Valid 
Percent Cumulative Percent 
 Strongly Agree 21 51.2 51.2 51.2 
Agree 14 34.1 34.1 85.4 
No Idea 2 4.9 4.9 90.2 
Disagree 2 4.9 4.9 95.1 
Strongly 
Disagree 2 4.9 4.9 100.0 
Total 41 100.0 100.0  
Source: (Author 2016) 
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Figure 4.17 Awareness is created among male staff about the objectives of gender 
equality 
The finding of the study shows that 51.2% of the respondents strongly agree that 
awareness is created among male staff about the objectives of gender equality, 34.1% of 
the respondents agreed while 4.9% of the respondents had no idea as 4.9% of the 
respondents disagreed and 4.9% strongly disagreed. This was a revelation that awareness 
is created among male staff about the objectives of gender equality. Therefore, This could 
be an indication that the society assumed that creating awareness for men on gender 
issues was not necessary. 
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Table 4.18 Supervisors encourage staff to incorporate concept of gender 
mainstreaming in all activities-staff appraisals, promotion and transfer 
 Frequency Percent 
Valid 
Percent Cumulative Percent 
 Strongly 
Agree 19 46.3 46.3 46.3 
Agree 18 43.9 43.9 90.2 
No Idea 2 4.9 4.9 95.1 
Disagree 2 4.9 4.9 100.0 
Total 41 100.0 100.0  
Source: (Author 2016) 
4.9%
0%%
4.9%
46.3% 43.9%
0
10
20
30
40
50
Strongly agree Agree No idea disagree Strongly agree
 
Figure 4.18 Supervisors encourage staff to incorporate concept of gender 
mainstreaming in all activities-staff appraisals, promotion and transfer 
The finding of the study shows that 46.3% of the respondents strongly agreed that 
Supervisors encourage staff to incorporate the concept of gender mainstreaming in all 
activities ranging from staff appraisals, promotion and transfer, 43.9% of the respondents 
agreed, 4.9% of the respondents had no idea another  4.9% of the respondents disagreed 
while another 4.9% strongly disagreed. This was an indication from majority of 
respondents that supervisors encourage staff to incorporate concept of gender 
mainstreaming in all activities-staff appraisals, promotion and transfer. As a result of 
these findings, the study implied that it was difficult to gauge whether the supervisors 
were active or not. It was therefore assumed that probably some supervisors were 
uncooperative while others were active. 
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4.3.4 Policy 
Table 4.19 Government have policies that promote gender equality and respect of 
diversity 
 Frequency 
Perce
nt 
Valid 
Percent 
Cumulative  
Percent 
 Strongly Agree 13 31.7 31.7 31.7 
Agree 10 24.4 24.4 56.1 
No Idea 5 12.2 12.2 68.3 
Disagree 6 14.6 14.6 82.9 
Strongly Disagree 7 17.1 17.1 100.0 
Total 41 100.0 100.0  
Source:  Author (2016)  
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Figure 4.19 Government have policies that promote gender equality and respect of 
diversity 
The finding of the study shows that 31.7% of the respondents strongly agreed that 
government have policies that promote gender equality and respect of diversity, 24.4% of 
the respondents agreed, 12.2% of the respondents had no idea while 14.6% disagreed as 
17.1% strongly disagreed. This gave an indication that governments have policies that 
promote gender equality and respect of diversity. Therefore, the study implied that the 
findings show that the minority were probably ignorant of the existence of such policies.  
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Table 4.20 Internal gender audits are conducted in departments in order to 
identify gaps and take necessary action 
 Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
 Strongly Agree 5 12.2 12.2 12.2 
Agree 4 9.8 9.8 22.0 
No Idea 6 14.6 14.6 36.6 
Disagree 15 36.6 36.6 73.2 
Strongly Disagree 11 26.8 26.8 100.0 
Total 41 100.0 100.0  
Source:  Author (2016)  
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Figure 4.20 Internal gender audits are conducted in departments in order to identify 
gaps and take necessary action 
The finding of the study shows that 12.2% of the respondents strongly agreed that 
internal gender audits are conducted in departments in order to identify gaps and take 
necessary action, 9.8% of the respondents agreed as 14.6% of the respondents had no 
idea. Another 36.6% of the respondents disagreed while 26.8% strongly disagreed. It was 
found that majority of respondents disagreed that internal gender audits are conducted in 
departments in order to identify gaps and take necessary action. The study implied that 
the fact that most respondent disagreed with the statement portrays a gap in the state of 
accountability in the government. 
. 
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Table 4.21 Annual surveys are conducted to monitor attitude change among staff 
and take action according to findings 
 Frequency Percent 
Valid 
Percent Cumulative Percent 
Valid Strongly Agree 4 9.8 9.8 9.8 
Agree 6 14.6 14.6 24.4 
No Idea 6 14.6 14.6 39.0 
Disagree 14 34.1 34.1 73.2 
Strongly 
Disagree 11 26.8 26.8 100.0 
Total 41 100.0 100.0  
Source:  Author (2016)  
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Figure 4.21 Annual surveys are conducted to monitor attitude change among staff 
and take action according to findings 
The finding of the study shows that 9.8% of the respondents strongly agreed that annual 
surveys are conducted to monitor attitude change among staff and take action according 
to findings, 14.6% of the respondents agreed, 14.6% had no idea that 34.1% disagreed 
while 26.8% strongly disagreed to the statement. The study findings from the majority of 
respondents disagreed that annual surveys are conducted to monitor attitude change 
among staff and take action according to findings. Based on such assertion, it implied that 
Failure to conduct annual surveys meant that the government was not aware of staff 
attitudes for action to be taken where necessary.  
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Table 4.22 Operational plans are developed to ensure proper implementation of the 
gender policy in which monitoring indicators are established 
 Frequency Percent Valid Percent Cumulative Percent 
 Strongly Agree 2 4.9 4.9 4.9 
Agree 6 14.6 14.6 19.5 
No Idea 6 14.6 14.6 34.1 
Disagree 16 39.0 39.0 73.2 
Strongly 
Disagree 11 26.8 26.8 100.0 
Total 41 100.0 100.0  
Source:  Author (2016)  
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Figure 4.22 Operational plans are developed to ensure proper implementation of the 
gender policy in which monitoring indicators are established 
The finding of the study shows that 4.9% of the respondents strongly agree that 
operational plans are developed to ensure proper implementation of the gender policy in 
which monitoring indicators are established, 14.6% of the respondents agreed as 14.6% 
of the respondents had no idea another 39% disagreed while another 26.8% strongly 
disagreed. The study found that majority of respondents disagreed that operational plans 
are developed to ensure proper implementation of the gender policy in which monitoring 
indicators are established. This analysis revealed that Absence of an operational plan 
would hamper the implementation of gender mainstreaming. This could also have been 
an indication that policies were on paper but the implementation was poor. 
Category 
P
e
rc
e
n
ta
g
e
 
52 
 
Table 4.23 The government considers gender mainstreaming in its policies and 
programs 
 Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
 Strongly Agree 14 34.1 34.1 34.1 
Agree 9 22.0 22.0 56.1 
No Idea 6 14.6 14.6 70.7 
Disagree 6 14.6 14.6 85.4 
Strongly Disagree 6 14.6 14.6 100.0 
Total 41 100.0 100.0  
Source:  Author (2016)  
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Figure 4.23 The government considers gender mainstreaming in its policies and 
programs 
The finding of the study shows that 34.1% of the respondents strongly agreed that the 
government considers gender mainstreaming in its policies and programs, 6% of the 
respondents disagreed and another 14.6% strongly disagreed. The study confirmed based 
on the majority of respondents that the government considers gender mainstreaming in its 
policies and programs. This was an indication that probably the government considered 
its policies to be important and the employees were well aware of this. 
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CHAPTER FIVE 
SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 
5.1   Introduction 
The chapter majorly focused on the answers to the research questions that were derived 
from the research study being the summary of the findings, conclusion, recommendations 
and suggestion for further research.  
 
5.2 Summary of Findings 
5.2.1 The effect of staff awareness on the implementation of gender mainstreaming 
programs at KRA. 
Based on objective one, the study found that that the level of staff awareness was low and  
hence hindered the process of gender implementation. This was evidenced by failure of 
the KRA to adopt a gender mainstreaming strategy which may have been as a result of 
lack of oversight by the management. The level of awareness was further linked to the 
lack of capacity building and gender awareness training which meant that the employees 
were not equipped with necessary skills and knowledge to facilitate the implementation 
of gender mainstreaming. This situation could also be attributed to failure  by the KRA 
management towards  gender mainstreaming into programmes. Furthermore, the fact that 
dialogue was not facilitated among male employees and gender issues were not included 
in staff orientation processes could also have contributed to the low level of awareness.  
 
 5.2.2 The influence of resource mobilization on the implementation of gender 
mainstreaming programs at KRA  
Regarding objective two, the study found that despite the fact that the KRA has the 
capacity to access and mobilize resource, the process was still ineffective in the 
implementation of gender mainstreaming. The management had an internal monitoring 
capacity and furthermore, funds were obtained from other bodies for the purpose of 
gender mainstreaming. In addition, resource materials were adequate. Despite this 
capacity, KRA female employees did not get adequate training opportunities to enhance 
their competence and neither did they have flexible terms, conditions and benefits for 
women who wanted to build their careers. If all these measures were in place, the process 
of implementation would be efficient especially when it came to human resource 
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mobilization. The study also found that available resources such as material resources 
which were readily available were not fully utilized. Failure to organize human resources 
was also reflected in the fact that external expertise was rarely utilized in terms of 
consultations. The study further noted that government did little to ensure that the right 
personnel to steer gender mainstreaming were hired. The study had pointed out that 
human resources were integral for the implementation of gender mainstreaming. 
 
5.2.3 The influence of patriarchy systems on the implementation of gender 
mainstreaming programs at KRA.   
In reference to objective three, the study found that patriarchy systems interfered with the 
implementation of gender mainstreaming despite efforts by the management of KRA to 
discourage. Despite the fact that the enough is being done to promote respectful relations, 
expressions of stereotypes were still rampant. It was thus concluded that the management 
was not doing enough in terms of dealing with patriarchy systems all round. Moreover, it 
was noted that it was not keen on the progress of women who are the core of gender 
mainstreaming given the inequalities they have faced over the years. This is because 
despite the fact that KRA was sensitive to their needs, the voice of women was not 
considered important in decision making processes. In addition, awareness was not 
created among male staff on the objectives of gender equality. If KRA was committed to 
the process of gender mainstreaming, supervisors would have been encouraged to play a 
strong role in gender mainstreaming to a large extent. Based on the findings, they were 
not encouraged to play a strong role in gender mainstreaming processes. 
 
5.2.4 The effect of policy on the implementation of gender mainstreaming programs 
at KRA. 
On objective four, the study found that despite the existence of gender policies as 
reported by the informants, their functionality and implementation in gender 
mainstreaming was still very poor. In support of this statement was the fact that the KRA 
considered gender mainstreaming to be an important aspect in its policies and 
programmes and specific projects were designed and funded to address women’s 
problems. Despite this, there was no amendment to legislation, internal gender audits and 
annual surveys were not conducted and neither were operational plans functional. In 
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general, the study found that gender mainstreaming at Kenya Revenue Authority 
headquarters still faced major challenges in terms of awareness, resource mobilization, 
patriarchy systems, resource mobilization and policy functionality. 
 
5.3 Conclusions 
The conclusion derived from the study regarding staff awareness strategy showed that the 
level of awareness was linked to the lack of capacity building and gender awareness 
training which meant that the employees were not equipped with necessary skills and 
knowledge to facilitate the implementation of gender mainstreaming.  
 
The study concluded that in resource mobilization, despite the fact that the KRA has the 
capacity to access and mobilize resource, the process was still ineffective in the 
implementation of gender mainstreaming. The available resources such as material 
resources which were readily available were not fully utilized. Failure to organize human 
resources was also reflected in the fact that external expertise was rarely utilized in terms 
of consultations.  
 
In conclusion, the patriarchy systems were found to influence the implementation of 
gender mainstreaming programs at KRA.  It was noted that despite the fact that the 
enough is being done to promote respectful relations, expressions of stereotypes were still 
rampant. Despite the fact that KRA was sensitive to their needs, the voice of women was 
not considered important in decision making processes.  
 
It was concluded that policy had a role on implementation of gender mainstreaming 
programs at KRA. Thus, despite the existence of gender policies as reported by the 
informants, their functionality and implementation in gender mainstreaming was still 
very poor. In support of this statement was the fact that the KRA considered gender 
mainstreaming to be an important aspect in its policies and programmes and specific 
projects were designed and funded to address women’s problems.  
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5.4 Recommendations 
5.4.1 Staff Awareness  
The findings of this study revealed that the challenges facing the implementation of 
gender mainstreaming are: lack of staff awareness, poor resource mobilization, patriarchy 
systems and dysfunctional policies. To eradicate these challenges, the study 
recommended that the management of Kenya Revenue Authority, Nairobi should ensure 
they enforce capacity building, education and dissemination strategies should be adopted 
in government ministries.  
 
5.4.2 Resource Mobilization 
The management of Kenya Revenue Authority, Nairobi should ensure that adequate 
financial and human resources should be allocated to all ministries for the 
implementation of gender mainstreaming because no activity would yield any meaningful 
result without resource mobilization. It was also recommended that the KRA together 
with other institutions should claim ownership of the gender mainstreaming process to 
ensure sustainable resource mobilization. 
 
5.4.3 Patriarchy Systems  
The study recommends that the management of Kenya Revenue Authority, Nairobi 
should ensure appropriate systems of administration should be enforced in order to 
encourage those in leadership to have a framework of systems that promotes 
implementation of gender mainstreaming.  
 
5.4.4 Policy Functionality 
The study recommends that the management of Kenya Revenue Authority, Nairobi 
should ensure those in the policy and budgetary chain should be educated to ensure 
gender sensitivity and finally, the management should strengthen collaborations between 
gender mechanisms and those responsible for implementation of gender policies.  
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5.5 Suggestion for Further Study 
The study main focus was on the factors affecting implementation of gender 
mainstreaming programs at KRA. However, the study is considered not exhaustive 
enough in these areas. As a result, there will be need to undertake further studies on 
factors influencing policy formulation in gender mainstreaming as well as factors 
contributing to female marginalization in projects. A study should also be conducted on 
the impact of human resource allocation on gender mainstreaming. 
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APPENDICES 
APPENDIX I: INTRODUCTION LETTER 
Dear Respondent 
       REF: REQUEST TO UNDERTAKE A STUDY 
I am a student at Management University of Africa main campus in Nairobi.  I am 
undertaking a Bachelor’s degree in Management and Leadership. 
For the purpose of fulfilling the bachelor’s degree requirements, I have to undertake a 
research on “factors affecting implementation of gender mainstreaming programs in 
parastatals in Kenya, a case study of Kenya Revenue Authority, Headquarters Nairobi”  
I am collecting information for the study by distributing questionnaires to staff within this 
organization.  Kindly spare some time to fill in the questionnaire. The data to be collected 
was treated with strict confidentiality or privacy.   
Thank you for your co-operation. 
Yours Faithfully, 
 
Njue Rita Susan Wambeti 
ODL-BML/3/00061/2/2014 
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APPENDIX II: QUESTIONNAIRES 
Please respond to the following questions. Obtained information is on the basis for 
developing a complete study being carried out. Tick or fill in the spaces provided. 
 
SECTION A: GENERAL INFORMATION 
 
1.  Gender 
Male   [  ]   
Female  [  ] 
2.  Indicate the highest level of education attained 
 Secondary   [       ]     
 College   [       ]     
 University  [       ]  
 Other qualifications (specify)  [       ]………………………………………  
3.  Indicate the working experience  
Below 1 year  [   ] 
1-6 years  [   ] 
7-11 years  [   ] 
Above 12 years [   ] 
 
SECTION B: STAFF AWARENESS  
4.   Kindly choose on the statement you agree with that describes how staff awareness 
affect implementation of gender mainstreaming programs at Kenya Revenue Authority 
headquarters, Nairobi.   
 
KEY: Strongly agree (SA)-1, Agree (D)-2, No Idea (NI)-3, Disagree (A)-4, Strongly 
disagree (SD). 
Statement SA A NI D SD 
Employees undergo continuous gender awareness trainings to 
encourage the development of correct attitude 
     
Employees are well equipped with the appropriate skills      
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necessary for gender integration in the department 
Gender perspective is integrated into on-going and future 
programs 
     
Gender issues are included in the staff orientation processes      
Government offer capacity building opportunities to strengthen 
the knowledge on gender issues 
     
Others Specify……………………..…………………………….)      
 
5.   Indicate other ways availability that describes how staff awareness can be achieved in 
implementation of gender mainstreaming programs at Kenya Revenue Authority 
headquarters, Nairobi.   
................................................................................................................................................
................................................................................................................................................
................................................................................................................................................  
 
SECTION C: RESOURCE MOBILIZATION  
6.   Kindly choose on the statement you agree with that describes how resource 
mobilization affects implementation of gender mainstreaming programs at Kenya 
Revenue Authority headquarters, Nairobi.   
 
KEY: Strongly agree (SA)-1, Agree (D)-2, No Idea (NI)-3, Disagree (A)-4, Strongly 
disagree (SD). 
Statement SA A NI D SD 
Interview panels formed for resource mobilization have equal 
gender representation 
     
Interviews include gender -related questions to assess candidate’s 
knowledge, ideas and attitudes regarding gender issues 
     
Training exposures and other opportunities are provided to 
female staff in order to enhance their competence and improve 
their abilities to assume senior positions 
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The government has flexible terms and conditions and other 
benefits to encourage women to join and build their careers 
     
Resource mobilization for gender mainstreaming has been fully 
achieved by the government 
     
Others Specify……………………..…………………………….)      
 
7.  Suggest other resource mobilization avenues that influence implementation of gender 
mainstreaming programs at Kenya Revenue Authority headquarters, Nairobi.   
 
................................................................................................................................................
................................................................................................................................................
................................................................................................................................................ 
 
SECTION D: PATRIARCHY SYSTEMS  
8.  Kindly choose on the statement you agree with, that describes how patriarchy systems 
affects implementation of gender mainstreaming programs at Kenya Revenue Authority 
headquarters, Nairobi.   
KEY: Strongly agree (SA)-1, Agree (D)-2, No Idea (NI)-3, Disagree (A)-4, Strongly 
disagree (SD). 
Statement SA A NI D SD 
Special needs of female staff such as maternity leave, flexibility 
during pregnancy; post-partum and lactation period and issues 
related to travel time and work hours are fully considered 
     
Due importance is given to the voice of women in all planning 
and decision making processes. 
     
Awareness is created among male staff about the objectives of 
gender equality 
     
Supervisors encourage staff to incorporate the concept of gender 
mainstreaming in all activities ranging from staff appraisals, 
promotion and transfer. 
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Women’s work recognized and valued as work by payment, 
status or political power as compared to men 
     
Others Specify……………………..…………………………….)      
 
9.  In your opinion, highlight various aspects that are involved in promoting patriarchy 
systems for implementation of gender mainstreaming programs at Kenya Revenue 
Authority headquarters, Nairobi.   
................................................................................................................................................
................................................................................................................................................
................................................................................................................................................ 
  
SECTION E: POLICY 
 10.  Kindly choose on the statement you agree with, that describes how policy 
determines implementation of gender mainstreaming programs at Kenya Revenue 
Authority headquarters, Nairobi.   
KEY: Strongly agree (SA)-1, Agree (D)-2, No Idea (NI)-3, Disagree (A)-4, Strongly 
disagree (SD). 
Statement SA A NI D SD 
Government have policies that promote gender equality and 
respect of diversity 
     
Legislation is amended in accordance to gender policies of 
gender mainstreaming 
     
Internal gender audits are conducted in departments in order to 
identify gaps and take necessary action 
     
Annual surveys are conducted to monitor attitude change among 
staff and take action according to findings 
     
Operational plans are developed to ensure proper implementation 
of the gender policy in which monitoring indicators are 
established 
     
The government considers gender mainstreaming in its policies 
and programs 
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Others Specify……………………..…………………………….)      
 
 
11.  In your opinion, indicate common policies that exist in your organization which 
influences implementation of gender mainstreaming programs at Kenya Revenue 
Authority headquarters, Nairobi.   
................................................................................................................................................
................................................................................................................................................
................................................................................................................................................ 
 
Thank you for your responses 
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APPENDIX III: WORK PLAN 2016 
No Activity July 
 
August 
 
September  October 
1 Selecting title and 
approval 
      
2 Proposal Formulation     
 
  
3 Proposal Development       
4 Data 
collection(administration 
of questionnaires) and 
Analysis 
      
5 Report writing        
6 Submission of final 
report  
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APPENDIX IV: BUDGET PLAN 2016 
 
 
Item Activity Amount (KSH) 
1 Stationery 1500 
2 Printing 1500 
3 Photocopying 800 
4 Binding and Hardcover 1200 
5 Internet access 2000 
6 Miscellaneous 1000 
7 Transport 1000 
 TOTAL 9000 
 
